Abstract: Wage mobility among low wage earners has previously been focussing on the characteristics of the low wage earners, whereas the role of the firm has been neglected. The purpose of this study is to focus on the characteristics of the firms when analysing variation in wage mobility. The empirical findings confirm that the characteristics of the employing firm indeed matter for low-wage employees´ likelihood of escaping a low-wage job. Especially does the employing firm affect the destination state -i.e. where a low-wage worker goes after having finished a low-wage job, and the findings enable me to identify three types of firms: career firms with high within-firm upward wage mobility, stepping-stone firms with high between-firm upward wage mobility and dead-end firms with low upward wage mobility. JEL Codes: J31, J41, J63, M51, M52
Introduction
The issue of working poor, i.e. workers with an income below a threshold ensuring a certain standard of living, has been a concern in the US for a number of decades (see e.g. Wachtel and Betsey (1972) or Gittleman and Joyce (1999) ). The widening of the wage distribution in most OECD countries has increased the number of working poor or low-wage workers in the European countries (see Gottshalk and Smeeding (1997) for a survey on selected OECD countries and Andersen (2003) for a study on changes in Danish wages during the 1990s).
Therefore, the issue on low-wage workers has received increased interest during the last decade in European labour research as well. The number of low-wage earners is not, however, in itself necessarily a cause for concern. If low-paid jobs are jobs everybody possesses as transitory occupations and as part of the general labour market, then the effect of a low-wage job on lifetime earnings will be small and the disutility minimal. However, if low-paid jobs are deadend jobs for a group of low-wage workers, these workers will be marginalized in income and hence their jobs will be considered as bad jobs. Thus, wage mobility for low-wage earners is a key question in welfare research, and many studies in Europe as well as in the US have addressed this issue (see e.g. Smith and Vavrichek (1992) , Gregory and Elias (1994) , Bazen (2001) , Stewart and Swaffield (1998) , Cappellari (2002) and ). The main findings of this literature indicate that for a vast majority low pay is a transitory state; within 5-10 years most low-paid workers have moved up the earnings ladder. It is furthermore found that mobility out of low wage is higher for young workers and highly educated individuals, whereas the gender effect differs between the different countries of study.
So far, the issue on low wage and low-wage mobility has only been focusing on the supply side of the labour market and typically concentrated on the continuously employed, i.e. the effects of individual characteristics on the probability of moving from low-wage to high-wage have caught the interest of researchers. However, wage mobility is not just a concern of the workers. Firms may more or less deliberately choose a certain policy on wages and wage mobility. It is most likely that firms with different characteristics will apply different policies concerning this issue, either due to different production methods, different firm size, different business strategies etc.
(see Hachen (1992) and Haveman and Coven (1994) ). Thus, not only who a low-wage worker is, but also where he is employed can affect his chance of escaping low wage.
To my knowledge, a recent paper by Andersson et al. (2002) is the only paper dealing with both the supply and demand side of low-wage mobility. Their study is carried out on US data, and they find, among other things, that job and industry changes increase the escape rates out of low wage; that wage increases for low-wage men occur within the traditional industries, while they occur within the service industries for women; and that larger firms are better places to escape low wage by staying -not by changing firm.
The aim of this paper is to investigate the simultaneous impact of firm and individual characteristics on low-wage individuals' transitions out of low wage; i.e., what are the characteristics of firms with a low upward mobility in wages compared to firms with high mobility, when keeping the individual effects constant? Can low-wage jobs at some firms be seen as a good qualification for high-wage jobs at other firms, while low-wage jobs at other firms are more likely to lead to unemployment?
This paper contributes to the present literature on low-wage workers and wage mobility in a number of aspects. First of all, as mentioned above, firm-specific characteristics are taken into account in analysing the probability of escaping low wage. The inclusion of both individual and firm characteristics helps avoiding the selection bias problem due to different people being employed in different firms. It also allows me to examine, if and how the employing firms affect the transitions out of low-wage jobs, for two similar workers.
The firm-specific information available consists not only of size and industry code of the firm, but also geographic location and various aspects of the labour force composition of the firm.
Hence, the analysis contributes in terms of the rich detail of the data. Furthermore, unlike the year-to-year transitions applied by many of the previous studies, I apply a duration model. The advantages of the duration model are, among others, that it makes it possible to account for right-censored spells to estimate the duration dependence and to correct for unobserved heterogeneity. Finally, the data allow me to define the unit of the analysis as a low-wage job, i.e. a low-wage spell within the same firm. This feature enables me to investigate where low-wage employees go after ending a low-wage job, distinguishing between high-wage stayers, highwage movers and low-wage movers.
In Section 2, I present the data used in the empirical part, in Section 3 I present descriptive and econometric estimation results regarding low-wage firms, in Section 4 low-wage job spells are defined and descriptive statistics are presented, in Section 5 I briefly describe the duration model applied in the analysis and the results are presented, and finally Section 6 closes the paper with a summary and conclusion.
Data
Data consist of an employer-employee data set from Statistics Denmark. I use a 5% sample of all persons in Denmark who have been employed in the private sector at any time between 1980 and 1999. These individuals are followed in any labour market state they have experienced during the observation period, 1980-2000. The individuals are restricted to the age 25 to 65 in order to exclude pre-students, apprentices and pensioners with a wage job. On the employer side, only firms in the private sector with more than three employees in each of the years they are present in the data are included.
Following e.g. Gregory and Elias (1994) , I define low wage as the lowest quintiles of the hourly wage distribution measured each year. Thus, low wage is defined as a relative measure. Hourly wage is calculated as total labour income divided by number of working hours in the year. I have chosen to apply the hourly wage, since I find this earnings variable to be closest to the decision of the firm and therefore the best measure for my purpose.
Besides a range of individual characteristics such as age, family status, gender, income, experience etc., the labour market state of the individual and the identification of a potential employer are known for each year at the end of November. These data are merged with information about the employers: firm/plant size, industry code, firm/plant location, labour composition etc. Finally, information on the job levels is available. This gives me a unique data set both in terms of the length of the observation period, the size of the sample and the detailed variable information. Merging the employer and employee sides allows me to characterise the workforce at each firm.
I have information on wage income on a yearly basis as measured by the end of November. Thus, it is only possible to define a person's labour market state for an entire year, and consequently some information is lost. If a person, for instance, experiences a couple of months of unemployment during summer, this will not be taken into account. However, to make sure that individuals are not defined as employed during the entire year merely because they are employed in November, individuals with a yearly employment rate less than 50% are defined as being out of employment no matter what their state in November is. Likewise, individuals with a zero hourly wage rate are defined as being out of employment.
Low-wage firms
In this section, I look at the characteristics of low-wage firms, i.e. firms with a high fraction of low-wage employees. Since low wage is defined as a relative measure consisting of the two lowest deciles of the hourly wage distribution, an equal distribution of low-wage earners across all firms would imply a share of 20% low-wage earners within each firm. In Table 3 .1, the distribution of the average share of low-wage employees across firms is shown. It is seen that the low-wage employees are quite unevenly distributed among the firms. Nearly 10% of the firms have had no low-wage employees during the entire observation period, whereas in about 3% of the firms 90-100% of the employees were low-wage workers. The distribution of the share of low-wage employees differs by characteristics of the firm. E.g., the distribution narrows with increasing firm size. This is, of course, mainly due to the fact that more observations are used when calculating the distribution for large firms. However, we also see that the median share of low-wage employees is decreasing with firm size, i.e., for small firms it is 0.2-0.3, for mediumsized firms it is 0.1-0.2 and for large firms it is less than 0.1. For the share of female employees, I find that firms with few females are more likely to have no low-wage employees, and among these firms no firm has more than 70% low-wage employees on average. On the other hand, among firms with a high share of females, more than 10% have 70% or more low-wage employees on average. Likewise, firms with a low average education level among their employees have a high low-wage employees share. Thus, 25% of these firms have more lowwage than high-wage employees. This is only true for 12% of the high-education firms. To characterize low-wage firms further, I estimate a model of the share of low-wage employees in the firms on a set of firm characteristics. Since the dependent variable is limited from zero to one with the lower bound binding, an ordinary and a random effect Tobit model is applied. Thus, the observed fraction of low-wage employees at time t within firm j, y jt * , is a realisation of the latent variable y jt , The estimation results are shown in Table 3 .2. In general, there is no big difference between the results in the two models, but the likelihood ratio test (LR-test) testing the significance of the random effects implies that the within-panel variance component is significant different from zero, and thus the random effect model is preferable. Not surprisingly, I find that to a large extent the labour force composition inside firms with relatively many low-wage employees corresponds to the typical low-wage workers. Thus, the average age, average levels of education and work experience among the employees as well as the share of managers decrease the share of low-wage workers. Likewise, firms with relatively many women and employees on sick leave have more low-wage employees. Furthermore, the typical low-wage firm is a small or medium-sized firm (less than 100 employees) in the service or retail trade sector (including hotels and restaurants). Rather surprisingly, I find that low-wage firms typically have a low turnover, i.e. they have many long-tenured employees and few new employees. Several factors can give rise to this result. First, there might be a trade-off between wage and job security, so that in return for the low wages these firms offer stable jobs. Second, it might also be the case that these low-wage firms are no stepping-stones, i.e. employees in these firms do not receive any better job offers, so they might as well stay. 1 Moreover, the low-wage firms are not attractive to new employees, which explains the negative effect on the rate of new employees. So the inflow to low-wage firms is low, as is the outflow.
Low-wage job spells
I have chosen low-wage job spells as the unit of the analysis in the duration model. This approach has several advantages; in the duration model the longitudinal feature of the data can be exploited, and moreover this model is especially well suited for analyses focusing on a specific state, such as the low-wage state. Using the low-wage job as the unit of analysis enables me to focus on the effect of a job. Usually, low-wage mobility studies do not take job or employer changes into account when analysing mobility out of low-wage. 2 However, a change in the wage is one of the most apparent adjustments occurring as a result of a job change, and it therefore seems natural to include it directly in the analysis.
A low-wage job spell is defined as the time a person spends in low wage within the same firm.
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This approach gives me the opportunity to distinguish between continuing in high wage in the same firm (high-wage stayer) or in a new firm (high-wage mover), continuing in low wage at another firm (low-wage mover) or leaving employment. To understand the role of the firm, it is
important to know what kind of jobs are stepping-stones to higher-wage jobs at other firms, and what kind of jobs lead to other low-wage jobs or unemployment -analysing dead-end jobs is not only a concern of upward wage mobility inside the firm, the alternative options outside the firm are just as important. However, to account for stigmatisation from low wage in general, I include the duration of past low wage as an explanatory variable, in the case where the individual comes from a low-wage job in another firm.
Hence, each spell of low-paid jobs in a firm has transition possibilities l=hs, hn, ln or o, defined as:
hs: high-wage job in the same firm hn:
high-wage job in a new firm ln:
low-wage job in a new firm o:
out of employment (entrepreneurship, unemployment or out of the labour market)
The low-wage job spells may be uncompleted, i.e. censored, at the end of the observation period.
Only low-wage jobs occupied by wage earners in the private sector are included, but information on self-and public employment is used for defining the destination states.
In order to avoid people moving in and out of low pay merely because of minor changes in the relative low-wage threshold, a wage-buffer is included. That is, for an employee to enter the low-wage state, the hourly wage must decrease below the 20th percentile of the hourly wage distribution, and it needs to increase above the 30th percentile for him to leave low wage again.
Thus, each low-wage job spell ends by the individual either receiving a wage above the 30 th percentile of the hourly wage distribution, or leaving the job (see Figure 4 .1). of the low-wage job spells were still in progress at the end of the observation period. The average durations of the completed low-wage jobs vary between 1.8 and 2.3 years, indicating that low-wage jobs in general are short. Comparing the average durations between destination states, we note that the average duration of low-wage job spells is about half a year longer for transitions to higher wage in the same firm compared to higher wage in a new firm.
Thus, it seems as if transitions to higher-wage jobs at other firms are reached faster than higherwage jobs within the same firm. It should, however, be emphasised that the differences in mean durations are not significant as the standard deviations indicate.
To establish how the mean duration and distribution by destination state of low-wage jobs are affected by the definition of low wage, these values are presented for low wage ending at the 20 th percentile (Columns 4-6 in Table 4 .1). The most striking difference between the two is the fact that more low-wage earners leave for higher wage in the same firm in the case with no wage buffer. This clearly indicates that a large amount of those escaping the 1 st quintile within the same firm do not manage to escape the 30 th percentile but fluctuate around the low-wage threshold. Obviously, the average duration of a low-wage job is increased when the wage buffer is included.
As mentioned above, the current paper focuses on low-wage job spells and not low-wage spells as in the previous literature. To compare the two spell definitions, the average duration and distribution of the spells as well as the average number of firms within each low-wage spell are presented in Table 4 .2. As expected, the average duration of a low-wage spell is longer than the average duration of a low-wage job, although by less than half a year. Note also, that the percentage of uncompleted spells is higher for the low-wage spells, which increases the downward bias on the average duration. As regards the number of firms per low-wage spell, individuals leaving low wage by leaving employment, compared to other low-wage employees, have on average worked in more firms within the low-wage spell. However, the difference is not significant (standard deviations around 0.5). Next, I divide the low-wage job spells into groups by size and industry of the firm (see Tables   4.3 The distribution of destination states is also affected by the industry of the firm. About 28% of the low-wage jobs in the manufacturing sector end with higher wage in the same firm, whereas only 18% of the low-wage jobs in the primary sectors do. In the primary sector, there is a high rate of low-wage employees leaving employment (nearly 45%), whereas in the transport sector a large percentage move on to another low-wage job (26%). The tables above clearly indicate that the mobility out of low-wage jobs is affected by firm characteristics. However, these raw figures do not account for the individual characteristics, and thus the differences in transitions out of low wage might be due to differences in the workforce composition within each firm category. Therefore, I now apply a parametric duration model, which accounts for both individual and firm characteristics.
The duration analysis
Because the data is grouped into yearly observations, a grouped duration model specification is suitable for this application with the duration time divided into K one-year intervals, (0, t 1 ], (t 1 , Lancaster (1990) for a comprehensive introduction to duration models). I hazard, and with firm-specific observable covariates, Z j (t), individual-/job-specific observable covariates, X i (t) including occurrence and lagged duration dependence and individual unobserved characteristics, v il :
where h(⋅) is the interval-specific hazard function out of low-paid jobs for person i in firm j, and l = hs, hn, ln, o indicates the four destination states. One interesting feature of this specification is that it allows me to analyse, whether low-wage workers who move to higher wage in the same firm differ from those moving to higher wage in another firm, and similarly do the employing The duration dependence, i.e. the dependence between the conditional probability of ending a low-wage job spell and the time already spent in the current low-wage job, is shown in Figure   5 .1. The adoption of a competing risk hazard specification implies that the conditional probability of ending a low-wage job spell depends on how the individual leaves low wage (by high wage in the same firm, high wage in a new firm, low wage in a new firm or by leaving employment). Thus, the duration dependence is presented for each destination state, separately.
Figure 5.1. Estimated hazard rates out of low-wage jobs by destination state
Note: The levels of the hazard rates are calculated for the mean value of the observed explanatory variables. The correction for unobserved heterogeneity divides the sample into low-and high-exit individuals, and the estimated hazard rates are shown for the low-exit individuals accounting for 62%.
Except for transitions to low wage in a new firm, the conditional probability of leaving a lowwage job increases during the first year and decreases slowly thereafter. Recognising the standard deviations for the baseline hazard terms implies, however, that there is no significant duration dependence for leaving a low-wage job. Thus low-wage employees do not seem to be stigmatised or "locked in" by remaining in the same low-wage job, since their probability of leaving the job is not decreasing with the length of the spell. In fact, when estimating the model without correcting for unobserved characteristics, I do find negative duration dependence. This indicates that when some people are staying longer in a low-wage job, this is not due to the duration of the low-wage job itself, but rather because of observed or unobserved characteristics of the person or the firm. 5 Some potential duration dependence may, nonetheless, be hidden within the first year, since data is grouped on yearly basis. 6 5 Stewart and Swaffield (1999) consider the state dependence of being in low wage. They also find that individual heterogeneity is very important; without accounting for endogenous selection into low wage the state dependence is overstated by a factor of 2. They do, however, still find significant state dependence also after correcting for individual heterogeneity. 6 Earlier studies on job durations suggest a negative duration dependence during the first months of a job (see e.g. Cockx et al. (1998) ). Next, I turn to the parameter estimates of the duration model (see Table 5 .1). The effects of the individual characteristics do not deviate much from those found in the previous literature.
Consequently, I will not comment on these.
The status of the previous labour market spell as well as the duration of a previous low-wage spell are included in the model to account for lagged state and duration dependence. With the exception of entrants to the labour market, I find that low-wage employees coming from another low-wage spell have the lowest likelihood of getting higher wage within the same firm, whereas they are the most likely to move to high wage in another firm, as long as the previous low-wage spell was not too long. However, this group is also the most likely one to continue in a new lowwage job. Coming from an out-of-employment state (the reference state) increases the risk of leaving employment again. In accordance with the findings of Stewart and Swaffield (1999) and Cappellari and Jenkins (2003) , this indicates a cycle of low pay and out of employment, but since I am not looking at the transition into low pay, I cannot say if individuals outside employment have a higher probability of getting a low wage job, too. The length of a latent previous low-wage job spell seems to have a small negative effect on the transition to all destinations except low wage in a new firm, i.e. the longer a person has been in low wage prior to entering the present low-wage job, the longer will the present low-wage spell be.
I now turn to the effects of job and firm characteristics. Not surprisingly, I find that employees in higher-level jobs have a high transition rate to higher wage, whereas employees in low-level jobs are more likely to continue in a new low-wage job or even leave employment.
Two variables describing the labour market conditions are included: the aggregate yearly unemployment rate (grouped into three intervals) and the unemployment rate of the municipality where the firm is located relative to the aggregate yearly unemployment rate. The purpose of the latter variable is to test the effect of the tightness of the local labour market. I find that a higher aggregate unemployment rate increases the transition to higher wage in the same firm, but also into low-wage jobs at other firms and out of employment. It seems plausible that in periods of high unemployment the internal labour market will tend to be stronger, i.e. firms avoid new hires and promote from within the firm. Moreover, due to stronger competition for jobs low-wage employees who leave the firm will have to take another low-wage job or even leave employment. Concerning the relative unemployment rate, it is found that the transition out of a low-wage job is increasing with the relative tightness of the local labour market. Thus, low-wage employees in firms located in high-unemployment municipalities will tend to stay in the same low-wage job. Firm characteristics have previously been largely neglected except for variables like firm size and industry/sector (Stewart and Swaffield (1998) and ). Concerning the size of the firm Stewart and Swaffield (1998) find that low-wage employees in small U.K. firms (less than 25 employees) have a higher probability of being in low wage in the subsequent year. This is not in accordance with my result. I find that the probability of getting higher wage in the same firm is unaffected by the firm size, whereas the probability of getting higher wage in a new firm decreases with firm size. Thus, it seems as if smaller firms are better stepping-stones to better paid jobs at other firms, maybe because smaller firms provide more general on-the-jobtraining, which is better exploited in jobs in other firms. However, when carrying out separate analyses by gender, I find that the effect of being employed in a small firm (<20 employees) differs significantly between males and females (Table 5. 2). Thus, female employees in small firms have a higher probability of obtaining a higher wage, whereas for males the probability is lower. One plausible explanation for this result is that women are better at showing their worth at smaller firms, and thus they have a better chance of escaping low wage. Moreover, transitions to low wage in a new firm are more likely for women in small firms, while it is less likely for men in small firms. The transition out of employment is decreasing with firm size for both males and females. In general, low-wage jobs in service-sector firms seem to be more persistent. On the other hand, low-wage earners in firms in the transport industry have high turnovers, i.e. high transitions to both low-wage jobs and high-wage jobs in new firms. Andersson et al. (2002) find that in the U.S. women have higher wage improvement probabilities in the service sectors, whereas men have higher wage increase probabilities in the traditional industries such as transports, manufacturing and trade. I find no gender differences in the industry effects (not shown). The highest transition rate to higher wage in the same firm is found in the financial sector, whereas the transport sector has the highest transition rate to higher wage in another firm.
Out of employment
I now turn to the effect of the composition of the firm's labour force. Average values of age, educational level and work experience, as well as frequency of women, managers and low-wage earners in each firm are calculated and included as explanatory variables in the regressions.
decrease the transition to low wage in a new firm and out of employment. It seems as if lowwage employees in high-education firms tend to stay in the firm and climb the wage ladder. This effect is present for both low-and highly-educated low-wage workers (see Table 5 .3). In contrast, the average level of work experience in the firm decreases the transition to higher wage inside the firm, but increases the transition to low wage at a new firm. This finding could be due to a harder competition within firms with a high average level of work experience among their employees. Thus, where high-education firms seem to provide better opportunities, highexperience firms seem to provide worse opportunities for their low-wage employees. Ierulli et al. (2002) , using Swedish data, find that the average age of the workforce affects the upward wage mobility negatively. This is well in accordance with the findings of the present paper, where the hazard rate out of a low-wage job decreases with the average age, especially for transitions to higher wage in the same firm and to low wage in a new firm. Looking at the lowand highly-educated groups separately, I find that these effects differ by educational level of the low-wage worker (Table 5. 3). For a low-educated low-wage worker, the transition into higher wage is negatively affected by the average labour market experience of his co-workers, but not affected by his co-workers' mean age. On the other hand, for a highly educated low-wage worker the transition into higher wage is negatively affected by the age of his co-workers, but not by the mean level of their work experience. Thus, low-educated workers seem to be more affected by the experience level of their co-workers, while highly-educated workers are more affected by their co-workers' age.
The higher the average proportion of women in the firm is, the lower are the transition probabilities to higher wage and the higher is the transition probabilities to low wage in a new firm and out of employment. Thus, not only being a woman but also having many women as colleagues have a negative impact on the chance of escaping low wage. The negative effect of the share of female co-workers on transitions to higher wage within the firm is present for both males and females, but the effect is stronger for males (see Table 5 .2). Likewise, the share of women affects the transition to low wage in another firm positively for both males and females, and the effect is stronger for females. The negative effect on the transition to higher wage in a new firm disappears in the analysis by gender. Moreover, unlike low-wage women, low-wage men working in firms with a high share of women are less likely to leave employment. Thus, whereas females to a higher extent seem to leave these firms.
The share of managerial level jobs inside the firm increases the transition to higher wage in the same firm and out of employment. Thus, firms with a high proportion of managers in general have a higher job turnover, transferring their low-wage employees either to higher wage or out of employment. Furthermore, firms with relatively many managerial employees seem to be better stepping-stones for higher wage jobs at other firms.
Finally, we consider the importance of the proportion of low-wage earners in the firm. The higher the proportion is, the lower is the transition to higher wage in the same firm and the higher is the transition to a new firm and out of employment. Thus, low-wage earners in lowwage firms obviously have a harder time moving up the income latter, not only within the current low-wage firm but also when moving to other firms, and according to the estimates it seems as if they leave employment instead. Consequently, low-wage jobs at low-wage firms are dead-end jobs in several senses: not only do they decrease the internal upward wage mobility, they also decrease the possibility to move to higher wages in other firms, and they increase the transitions out of employment and to other low-wage jobs.
The empirical evidence presented above indicates that not only the characteristics of a low-wage worker but also the characteristics of the employing firm will affect the low-wage worker's chances of escaping a low-wage job. In Table 5 .4, this aspect is further described by calculations of the expected duration of a low-wage job for the same example individual in three different example firms. For simplicity, I have chosen only to let the three firms differ in four characteristics: size, industry, share of women and share of low-wage employees. The values of these variables are set to reflect three realistic firm types: a medium-large financial firm with an overweight of males and very few low-wage employees, a large service-sector firm with 75% female and half of the employees being low-wage earners and a small transportation firm with very few women and a high share of low-wage employees. The rest of the firm variables are set to their mean values for all three firms.
The expected duration of the low-wage job varies between 3.4 years when the person is employed in firm 3, and 4.4 years when he is employed in firm 2. However, the importance of the firm is even more pronounced when we look at the destination-specific hazard rates and the corresponding expected durations. Although the low-wage employee seems to have a better chance of escaping his low-wage job if he is employed in firm 3 compared to firm 1, the destination-specific hazard rates indicate that his likelihood of actually moving to a high-wage job is lower in firm 3, due to a very low hazard rate to a high-wage job in the same firm. 
Conclusion
Previous analyses of wage mobility among low-wage earners have almost exclusively focused on the characteristics of the low-wage earners, whilst the roles of firms and workplace characteristics have been largely neglected. The purpose of this study has been to consider both individual and firm characteristics in the analysis of wage mobility, and the empirical evidence indeed shows that the characteristics of the employing firm do matter for a low-wage employee's likelihood of escaping a low-wage job. The employing firm does especially affect the destination state: where a low-wage worker goes after exiting a low-wage job.
I began the analysis by examining low-wage firms, i.e. firms with a high rate of low-wage employees. These firms are characterized by a low average age, low levels of education and work experience among the employees, as well as a low share of managerial employees. These firms have relatively many women and employees on sick leave. Furthermore, the typical lowwage firm is a small or medium-sized firm (less than 100 employees) in the service or retail trade sector (including hotels and restaurants). Rather surprisingly, I find that low-wage firms typically have a low workforce turnover.
Concerning the wage mobility I find that individual, job and firm characteristics are all important in explaining the probability of exiting low-wage jobs. The linked employer-employee feature of the data makes it possible to distinguish between stayers and movers among individuals exiting a low-wage job spell.
As for firm characteristics, I find that transitions from low wage to higher wage in the same firm are unaffected by the size of the firm, whereas transitions to higher wage in a new firm decrease with the size of the old firm. If small firms are more likely to provide general skills and large firms more likely to generate specific skills, the skills obtained at larger firms are less usable at other firms, and thus, the transition to higher wage in a new firm will be smaller for larger firms.
Low-wage employees in service-sector firms were shown to be less likely to escape their current low-wage jobs, whereas low-wage workers in the financial sector have better chances especially if they stay in the same firm. Generally, low-wage employees in the transport sector have high transition rates out of their low-wage jobs, which also includes high transitions to new low-wage jobs at other firms and out of employment, so they might not actually escape low wage.
Not only the characteristics of the low-wage worker but also the employing firms' workforce composition were shown to affect the hazard rate out of low-wage jobs. Thus, for instance, the probability of escaping low wage within the firm increases with the average educational level of the firm's labour force. The average level of work experience has, however, a negative impact.
The transition out of a low-wage job was found to increase with the share of managerial personnel in the firm, except for transition to low wage in a new firm. Finally, I found that the chance of escaping low wage is decreasing with the share of low-wage workers in the firm. This is true not only within the firm, but also for moving to another firm. Moreover, the transitions out of employment are increasing with the share of low-wage workers, as well. Thus, low-wage jobs at low-wage firms seem to be truly dead-end jobs. 
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